Governance 


Directors’ Remuneration Report continued 


Directors’ Remuneration Policy 


No changes have been made to the Directors’ Remuneration Policy since its approval at the 2021 Annual General Meeting held on 
11 February 2021. 


For FY 2021, the previous Directors’ Remuneration Policy from FY 2018 was largely retained, but in order to continue to align the 
Directors Remuneration Policy with better practice, minor adjustments were approved by shareholders. This included the alignment of 
executive pension contributions, the introduction of malus and clawback and enhanced post-employment shareholding requirements. 


The Directors’ Remuneration Policy states under the sections: Base salary, Benefits and Pensions, how pay and employment conditions 
have been considered across the business. 


A summary of the Directors Remuneration Policy is set out on pages 88 to 92. A full copy of the Directors’ Remuneration Policy is 
available in the FY 2020 Annual Report and Accounts, available under the investor section of the Groups website at euromoneyple. 
com. The implementation of the Directors’ Remuneration Policy for the Executive Directors in FY 2021, and proposed for FY 2022, 

is set out in the Annual Remuneration Report starting on page 93. 


Compliance statement 
The FY 2021 Directors’ Remuneration Report complies with the requirements of the Large and Medium-sized Companies and Groups 
(Accounts and Reports) Regulations 2008. 


The Remuneration Committee discussed the implementation of the Directors’ Remuneration Policy over a series of meetings which 
considered the strategic priorities of the Group and evolving market and regulatory practice. Input was sought from the management 
team, while ensuring conflicts of interest were suitably mitigated. An external perspective was provided by our independent advisers. 


In compliance with the 2018 UK Corporate Governance Code, the key features of the FY21 Directors’ Remuneration Policy were also 
considered alongside the principles of clarity, simplicity, risk management, predictability, proportionality and alignment to culture as 
set out in the following table. 


Clarity e The full Directors’ Remuneration Policy is laid out in tabular form in the 2020 Directors’ 
Code provision: Remuneration Remuneration Report. A summary of the Directors’ Remuneration Policy is set out on 
arrangements should be transparent pages 88 to 92 


and promote effective engagement with e 


Variable remuneration and a shareholder approved Directors Remuneration Policy 
shareholders and the workforce 


support the Groups strategy. This provides clarity to all stakeholders on the relationship 
between remuneration and the successful implementation of the strategy 


e The Group places great importance on communicating with stakeholders in a timely, 
transparent and relevant way. Further information on how the Group engages with 
stakeholders is set out on pages 84 to 85 





Simplicity e The Groups approach to remuneration is simple to understand and familiar to 
Code provision: Remuneration structures key stakeholders 
should avoid complexity and their e Executive Directors receive fixed pay (salary, benefits, pension), and participate in 


rationale and operation should be easy 


a single short-term incentive (the annual bonus) and a single long-term incentive 
to understand 


(the Performance Share Plan) 





Risk e Incentives are subject to stretching performance measures which are regularly reviewed 
Code provision: Remuneration to ensure they remain aligned with the Groups strategy and appropriately challenging, 
arrangements should ensure while ensuring that they do not encourage (or reward) excessive risk-taking 

reputational and other risks from e Inappropriate risk-taking is avoided and good alignment with shareholders is achieved 


excessive rewards, and behavioural 
risks that might arise from target- 
based incentive plans, are identified 
and mitigated 


through a number of mechanisms including the deferral of annual bonus, a three year 
performance period and a further two year post-vesting holding period under the 
Performance Share Plan and minimum shareholding requirements for the Non-Executive 
Directors, Executive Directors and other members of the Group Management Board 


e The Directors’ Remuneration Policy also includes flexibility to adjust awards through malus 
and clawback provisions, and an overriding discretion to depart from formulaic outcomes 
including for circumstances in line with discretionary adjustment principles as set out on 





page 101 
Predictability e Awards under the annual bonus and Performance Share Plan are dependent on 
Code provision: The range of possible performance and threshold and maximum limits are specified 


values of awards to individual Directors e 
and any other limits or discretions should 
be identified and explained at the time 

of approving the policy 


The scenario graphs on page 87 illustrate the potential remuneration outcomes for the 
Executive Directors under a range of performance scenarios including in the event of 
a 50% increase in the Company's share price 
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Proportionality 

Code provision: The link between 
individual awards, the delivery 

of strategy and the long-term 
performance of the Company should 
be clear. Outcomes should not reward 
poor performance 


Incentives reward the successful implementation of the Groups strategy and 
appropriately challenging performance targets are applied. The link between strategic 
priorities and incentives is set out on pages 86 and 87 


The remuneration package is appropriately weighted towards equity to ensure that the 
Executive Directors are fully committed to sustainable long-term performance 


The Remuneration Committee also considers wider employee remuneration, holistic 
Group performance and the shareholder experience in determining the remuneration of 
the Executive Directors 





Alignment to culture 


Code provision: Incentive schemes 
should drive behaviours consistent with 
Company purpose, values and strategy 


Reward element 


Base salary 


Purpose and link œ 


Key features of the Directors’ Remuneration Policy 
B= SS SS Se Se SSS SS SS SS SS SS SS SS 


Part of a market competitive remuneration package with base salary 


Incentives reward the successful implementation of the Groups strategy and are an 
important part of the Groups culture 


The performance measures in incentives are regularly reviewed including to ensure that 
they do not encourage (or reward) inappropriate or inconsistent behaviours 


Malus and clawback provisions include trigger events related to material reputational 
damage, material failure of risk management and control and/or serious misconduct 


Incentives include an overriding discretion to depart from formulaic outcomes including for 
circumstances in line with discretionary adjustment principles as set out on page 101 


Maximum opportunity 


SIUDUISAOC) 


e No maximum opportunity 
has been set 


e The Remuneration 
Committee is guided by 





the general increase for 
the broader employee 
population, although 





to strategy generally not the most significant part of the Executive Directors’ 
total package 
e Reflects an individual's experience, role and performance 
Operation e Paid monthly in cash 
e Normally reviewed by the Remuneration Committee annually in March 
Benchmarking e The Remuneration Committee examines base salary levels at FTSE 250 


companies and other listed peer group companies to help determine 
base salary increases for the Executive Directors 


e The Remuneration Committee also considers the general level of base 
salary increases awarded to employees in its decision-making in respect 
of Executive Director salaries 


larger increases may be 
considered in certain 
circumstances (including, 
but not limited to, a 
change in an individual's 
responsibilities or in the 
scale of their role or in the 








Relationship 
to employee 
salaries 


e The approach to reviewing base salaries across the Group 
considers individual performance, Group performance, micro and 
macro-economic factors, and market rates for similar roles, skills 


and responsibility 


Benefits 


Purpose and link 
to strategy 


Basic benefits are provided as part of a market competitive 
remuneration package 


size and complexity of 
the Group) 


e Larger increases may be 
considered if the Executive 
Director has initially been 
appointed to the Board 
at a lower than typical 
base salary 





e There is no maximum as the 
level of benefits depends 





Operation 


Benefits may include: 


e Private healthcare 


e Life insurance 


on the annual cost of 
providing individual items 
in the local market and the 
individual's role 


e Overseas relocation and housing costs 


The Remuneration Committee has the discretion to add or remove benefits 





Relationship 
to employee 
benefits 


e Benefits are available to the Executive Directors and employees subject to 
minimum service or passing a probationary period 





Benefit levels e The Executive Directors participate in a healthcare plan offered in the 


country where they are based 
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Directors’ 


Reward element 





Pensions 


Purpose and link ° 


Remuneration Report continued 


Key features of the Directors’ Remuneration Policy 


Retirement benefits are provided as part of a market competitive 








to strategy remuneration package 
Operation e The Executive Directors may participate in the pension arrangements 
applicable to the country where they work 
e An Executive Director who elects to cease contributing to a Group 
pension plan due to changes in tax or pension legislation may 
choose to receive a pension allowance in lieu of the Company's 
pension contributions 
Relationship e The Executive Directors and employees are entitled to participate in the 
to employee same pension plan arrangements with the same maximum contribution 
pension rate for the wider employee population applicable to the country where 
arrangements they are based 


Annual bonus 


Purpose and link e° 


The annual bonus links reward to key business targets and an 








to strategy individual's contribution 
e The annual bonus provides alignment with shareholders’ interests through 
deferring an element of the annual bonus 
Operation e The Executive Directors may participate in the annual bonus 


The annual bonus is based on performance assessed over one year 


The annual bonus is based on financial, strategic and/or individual 
performance measures. No more than half of the annual bonus 
will generally be determined by strategic and/or individual 
performance measures 


Annual bonuses will be paid in cash following the release of audited 
results and/or granted as a deferred award over shares 


Any annual bonus exceeding 100% of base salary will be awarded as a 
deferred award 


The deferred annual bonus is usually granted in the form of conditional 
share awards or nil-cost options (and may be settled in cash) 


The deferred annual bonus usually vests after two years although may 
vest early on leaving employment or on a change of control 


An additional award (in the form of cash or shares) may be made in 
respect of shares which vest under the deferred annual bonus to reflect 
the value of dividends which would have been paid on those shares (and 
this award may assume dividends had been reinvested in shares on a 
cumulative basis) 


Any award is at the discretion of the Remuneration Committee who may 
override a formulaic outcome 


The cash annual bonus will be subject to recovery, and/or the deferred 
annual bonus will be withheld at the Remuneration Committee's 
discretion in exceptional circumstances where, before the preliminary 
announcement of audited results during the third year following the 
year in which the annual bonus is determined, a material misstatement 
of results/error in performance calculation, material reputational 
damage, material failure of risk management and control, misconduct 
(serious/material) or corporate failure comes to light which resulted in 
an overpayment 





Relationshipto ° 
all employee 
short-term 
incentives 


90 


Short term incentives like the annual bonus are an important part of the 
Groups culture. The Directors believe incentives should be used to reward 
good and exceptional performance and many employees participate 

in incentives 
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Maximum opportunity 


e The maximum Company 


contribution to a pension 
plan is the lower of the 
maximum rate for the wider 
employee population in 

the country in which the 
Director is based and 10% of 
pensionable salary 


The maximum award is 150% 
of base salary 


The maximum level at 
threshold performance 
is zero 


The Remuneration 
Committee will determine 
the maximum for the 
Executive Directors within 
these parameters annually 


Reward element Key features of the Directors’ Remuneration Policy 
aa a ee 


Long-term incentive — Performance Share Plan 


Purpose and link œ 


Equity plans are an important part of remuneration and align the 





to strategy interests of the Executive Directors and managers with shareholders. 
by encouraging the delivery of long-term, sustainable profit growth and 
shareholder returns 

Operation e The Executive Directors may participate in the Performance Share Plan 


Awards will normally be subject to a three year performance period 
and a two year holding period. The total of the performance period and 
additional holding period shall not be less than five years 


An alternative performance period may be applied (with a minimum of at 
least three years) subject to approval by the Remuneration Committee 


Awards may vest early on leaving employment or on a change of control 
(see later sections). Vesting of awards will be based on financial and/ 

or share price-related performance measures and/or strategic business 
goals, with the precise measures and weighting of the measures 
determined by the Remuneration Committee on the grant of the award 


For achieving a threshold performance, no more than 25% of the portion 
of the Performance Share Plan award determined by the measure will 
vest. Vesting would then increase to 100% for achieving a stretching 
maximum performance target 


Awards may be granted as conditional awards of shares or nil-cost 
options (or as cash-settled equivalents). An additional award (in the form 
of cash or shares) may be made in respect of shares which vest under 
Performance Share Plan awards to reflect the value of dividends which 
would have been paid on those shares (and this award may assume 
dividends had been reinvested in shares on a cumulative basis) 


Awards will be subject to recovery and/or withholding at the 
Remuneration Committee's discretion in exceptional circumstances 
where, before the preliminary announcement of audited results during 
the sixth year following the year in which the award is granted, a material 
misstatement of results/error in performance calculation, material 
reputational damage, material failure of risk management and control, 
misconduct (serious/material) or corporate failure comes to light which 
resulted in an over-vesting of Performance Share Plan awards 


Vesting is at the discretion of the Remuneration Committee who may 
override a formulaic outcome 





Relationshipto ° 
all employee 
long-term 
incentives 


The Performance Share Plan rewards the creation of long-term 
shareholder value and is potentially available to senior employees across 
the Group 


Long-term incentives — Save-As-You-Earn Plan 


Purpose and link ° 
to strategy 


All-employee share plans align employees with the Groups financial 
performance and promote a sense of ownership 








Operation ° 


Directors employed in the UK are eligible to participate 
There are no performance measures 


Participants can buy shares at a price set at a discount of up to 20% of 
the market value at the start of the savings period 





Maximum opportunity 


¢ The maximum award is 
200% of base salary 


Q 
(o) 
< 
i) 
a 
J 
Q 
J 
Q 
o 





e Participants save a fixed 
monthly amount of up to 
£500 (or such other limit as 
approved by Her Majesty's 
Revenue and Customs) for 
three years 
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Directors’ Remuneration Report continued 


Notes to the table: 


e The Executive Directors are employed for an indefinite term and the service agreements provide for a notice period of 12 months 
from the Company and the Executive Director. 


e The Remuneration Committee may vary any performance measure(s) if an event occurs which causes it to determine that a varied 
measure would be more appropriate, provided any such varied measure is not materially less difficult to satisfy. An explanation 
would be provided in the next Directors’ Remuneration Report if the Remuneration Committee made an adjustment. 


e The performance measures for incentives are reviewed annually and selected to focus executives on the delivery of key financial 
targets for the performance period and, where appropriate, key strategic or operational goals for an individual. Precise targets are 
set at the start of the performance period by the Remuneration Committee based on reference points, including Group financial 
targets and the business plan. Performance targets are designed to be stretching. 


e The Remuneration Committee intends to honour any commitments with current or former Directors on their original terms, including 
outstanding incentive awards, which have been disclosed in previous Directors’ Remuneration Reports and are consistent with a 
previous Directors’ Remuneration Policy approved by shareholders that was in force at the time those commitments were made. 
Awards for former Directors will be set out in the Directors’: Remuneration Report as and when they occur. 


e The Remuneration Committee reserves the right to make any remuneration awards and payments for loss of office (including the 
exercise of discretion) outside of the Directors’ Remuneration Policy where the terms of the award were agreed: (i) before the date 
the first Directors’: Remuneration Policy approved by shareholders in accordance with section 439A of the Companies Act came 
into effect; and (ii) before the Directors’ Remuneration Policy set out above came into effect, provided the terms of the award 
were consistent with the Directors Remuneration Policy at the time they were agreed; or (iii) at a time when the individual was not 
a Director and, in the opinion of the Remuneration Committee, the award was not in consideration for the individual becoming 
a Director. For these purposes, ‘award’ includes the Remuneration Committee satisfying awards of variable remuneration and, 
in relation to an award over shares, the terms of the award are ‘agreed’ at the time the award is granted. 


e The Remuneration Committee may make minor amendments to the Directors’ Remuneration Policy (for regulatory, exchange control, 
tax or administrative purposes, or to take account of a change in legislation) without obtaining shareholder approval. 


e The Remuneration Committee will operate incentives according to their respective rules which provide flexibility in a number of regards. 


e Under the Performance Share Plan and deferred annual bonus, outstanding awards will vest early in the event of a change of 
control or takeover unless the change of control is an internal reorganisation, or the Remuneration Committee determines otherwise 
in which case awards will be exchanged for equivalent awards over shares in the acquiring company. For the Performance Share 
Plan, the extent to which awards vest will consider the satisfaction of the performance measures and, unless the Remuneration 
Committee determines otherwise, on a prorated basis with reference to the proportion of the performance period that has elapsed. 
If the Group is wound up or is or may be affected by a demerger, delisting, special dividend or other event which would, in the 
Remuneration Committee's opinion affect the share price, the Remuneration Committee may allow awards under the Performance 
Share Plan and deferred annual bonus to vest on the same basis as for a takeover. 


e Any buy-out award granted as part of the appointment of an Executive Director will be treated on a change of control in line with 
the agreed commercial terms of the award. 


e Upon termination any deferred awards will lapse unless the Executive Director is considered a good leaver. The Remuneration 
Committee will be required to formally approve the request. 


e The Remuneration Committee may adjust the terms of the award if there is a variation of the Groups share capital or a demerger, 
delisting, special dividend, rights issue or other event which would affect the share price. 


Non-Executive Directors 


The remuneration of the Non-Executive Directors is determined by the Board based on their role and market conditions. The Non- 
Executive Directors receive a base fee with an additional fee payable in line with additional responsibilities (for example, the Chairs 

of Board Committees and the Senior Independent Director). The Non-Executive Directors do not participate in the Groups incentive 
arrangements. The Non-Executive Directors receive reimbursement for reasonable expenses (including tax payable on those expenses). 


Policy on external appointments 


The Executive Directors can take a limited number of outside directorships provided they are not expected to interfere with their 
principal employment. 


The Executive Directors may retain the remuneration received from their first external appointment subject to the approval of the 
Chair of the Board. 


Policy for Directors holding equity in the Company 


The Executive Directors are expected to build and maintain a shareholding equal to at least 200% of base salary. A newly appointed 
Executive Director will usually have five years from their date of appointment to meet the minimum shareholding requirement. 

The Remuneration Committee will review progress towards the requirement on an annual basis. The Remuneration Committee has 
the discretion to adjust the requirement. 


A shareholding requirement will continue for 24 months after the end of employment. For the first 12 months after the end of 
employment, the shareholding requirement will be equal to 200% of base salary (or, if lower, the shareholding level at the end of 
employment). This will reduce to 100% of base salary (or, if lower, the shareholding level at the end of employment) 12 months after the 
end of employment. The requirement applies to shares from incentives due to be released from the date of adoption of the Directors’ 
Remuneration Policy at the 2021 Annual General Meeting. The Remuneration Committee retains the discretion to waive the requirement. 


The Non-Executive Directors are encouraged to build a shareholding of 100% of their base fee over the six years from the date of 
appointment (unless they are unable to retain their fees). 
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